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CHAPTER 1
THE PROBLEM 
INTRODUCTION AND BACKGROUND
America's public schools have been subjected to increasing criticism 
during the last few years. Taxpayers have been quick to deny many school dis­
tricts across the country increased revenues as school bond elections became 
increasingly d ifficult to pass and tax reform affecting education adversely was 
pushed to the forefront in state afte r s ta te .  "Time" featured a cover story des­
cribing the m ultifaceted crisis of America's public schools and typified much of 
what is written about education today:
Like some vast jury gradually  and reluctan tly  arriving a t  a 
verd ic t ,  politic ians, educators and especially  millions of parents have 
come to believe that the U . S .  public schools are in parlous trouble. 
V iolence keeps making headlines. Test scores keep dropping. Debate 
rages over whether or not one-fifth  or more adult Americans are func­
tionally  i l l i te ra te .  High school graduates go so far as to sue their 
school systems because they got respectable grades and diploma but 
cannot fill in job app lication  forms correctly . Experts confirm that 
students today ge t a t  least 25% more As and Bs than they did 15 years 
ago ,  but know less. A Government-funded nationwide survey group, 
the N ational Assessment of Educational Progress, reports that in science, 
writing, social studies and mathematics the achievem ent of U . S. 17- 
year-olds has dropped regularly over the past decade (19, 1980, p . 54).
The public was disenchanted with what it perceived to be an insatiable
appetite  for tax monies by the educational bureaucracy while the quality and /or
success of public school d ec l ined .  Taxpayers refused to acc ep t  explanations
from educators for academic failures, poor d iscipline , grade inflation, or
i l l-p repared  students for the world of work. Instead, the public demanded that
1
trustees and administrators, teachers and students, prove that society was getting 
value for dollars received by demonstrating success and being accountab le  (25, 
1975, p . 4).
The rising cost of education underscored several other phenomena con­
tributing toward public dissatisfaction and taxpayer revolt.  As the schools were 
asked to increase their responsibility for teaching  and providing social services, 
the ab ility  of schools to deliver was reduced as the mission of the schools became 
more diversified. Federal government demands, public health requirements, 
food service programs, demands for specific curriculum content from a variety  of 
groups, and parent apathy were only a  few of the demands placed on educational 
institutions; ye t ,  the community expected positive results for every dollar  spent.
As school operations have grown more and more complex, administrators, 
school boards and state  and federal agencies  have realized  changes in manage­
ment techniques were required if educators were to evaluate  the effectiveness 
with which education was meeting the needs of socie ty . Techniques tha t per­
mitted proper evaluation of a l te rna tive  courses of ac tion  in maximizing u ti l iz a ­
tion of scarce resources were essential.  The increased involvement of students, 
teachers, parents and community in the decision-making process made the 
development of such improved techniques even more imperative.
As part of a  movement to increase educational accountab ility ,  many 
school districts have adopted a particular kind of management process referred 
to as Management by O bjectives  (MBO). This trend resulted from the realiza tion  
MBO was used successfully in the corporate world (53, 1974, p .  1). By the
late 1970's, MBO had become one vehicle educators could u tilize  to measure
results and employ meaningful systems of accountab ility  (16, 1977, p .  38).
MBO, as applied to education , was a system or process of management
in which objectives were developed and u tilized  to mark progress toward the
fulfillment of the d istric t 's  goals. Boston emphasized that MBO:
. . . gives the responsibility and authority for achieving 
district goals to the individuals who must do the work a t  every level 
in the school organ ization . . . . provides the required direc tion , 
assistance, and backing by district management to help administrators 
and teachers succeed to the best of their individual and co llective 
ab ili t ies .
Boston continued by referring to two basic principles commonly applied  
to MBO:
1. The more c learly  the school organization knows what it is 
trying to accomplish, the g rea ter  the probability that the 
district will ach ieve  its goals.
2 .  Progress toward accomplishment of goals is increased when the 
school organization has a  means of measuring where it is in 
relationship to where it wants to g e t  (7, 1°73, p . 1).
Most authors writing about MBO referred to O diorne 's  definition:
The system of management by objectives can be described as 
a  process whereby the superior and subordinate managers of an organiza­
tion jointly identify its common goals, define each individual's major 
areas of responsibility in terms of the results expected  of him, and use 
those measures as guides for operating the unit and assessing the 
contribution of each of its members (63, 1965, p .  55).
STATEMENT OF THE PROBLEM
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The purpose of fhis study was to examine selected business and education 
MBO models and identify the common elements contained in these models to be 
used in the construction of a consensus MBO model. This consensus model could 
be compared with any educational MBO accountability  system, and specifically  
with the Clark County School District's Management and A ccountability  System 
for Secondary Schools, to determine if a ll  necessary MBO elements are included. 
A consensus MBO model may provide developers of accountab ility  systems based 
on MBO with information tha t may save considerable research and planning time. 
Problems in implementing a new MBO system may be reduced if all the under­
lying principles and elements common to MBO were included in the accountability  
model finally  adop ted .
The intent of this study was to provide an answer to the following:
What agreement existed between MBO models and the Clark County
School District's Management and Accountability  System for Secondary
Schools:
The study addressed itself to the following specific questions:
1. What are the theoretical bases for MBO?
2 .  According to the l i tera tu re ,  which MBO models can be
identified that have app licab ili ty  for a system of educational 
accoun tab i li ty?
3 .  What common elements from several MBO models in business
and education can be identified that will serve as a  basis
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for comparison?
4 .  How does a consensus MBO model agree with the elements of 
the Clark County School District's Management and Account­
ab ility  System for Secondary Schools?
5 .  What implications for further study of the Clark County School 
District's M anagement and A ccountability  System for Secondary 
Schools ex is t?
In addition to answering the questions in this research, the following 
further delineated  the intent of this study:
1. Analyze the Clark County School District's Elementary M anage­
ment and A ccountability  System and develop a graphic MBO 
model.
2.^ Analyze the Clark County School District's Management and 
Accountability  System for Secondary Schools and develop a graphic 
MBO model.
The Elementary MBO model was established and operational for several 
years in the Clark County School District. Because it was an existing, opera­
tional MBO model, it was included in this study as one of the models used to 
develop the consensus MBO model. The Secondary model was developed con­
siderably later and constituted a d istinct,  separate use.
An underlying assumption of this study was that management by objectives 
was a  viable and appropriate management process for use in school districts. 
Although limitations were reported, such as individuals not ready to assume
increased responsibility and se lf-d isc ip line , lower levels not allowed full par­
ticipation in setting objectives, increased paperwork, emphasis on quantita tive 
evaluation , and difficulty in measurement of education 's  abstract goals, many 
proponents claimed the use of MBO in school administration was a significant 
contribution to the theory and p ractice  of educational administration.
MBO proponents argued tha t MBO enhanced individual motivation to 
work by appealing to higher order needs, communications between superiors and 
subordinates was improved, organizational goals were stated in terms of ach ieve­
ment, evaluation was based on results instead of personality, job improvement 
and personal growth was provided for, and the organization 's  objectives were 
c learly  communicated and understood by a l l .
It was c lea r  MBO was used extensively in business but also in health­
care institutions, government agencies, religious orders, institutions of higher 
education , and public school districts. This study surveyed many MBO models 
and identified those elements useful for validating existing MBO models or as 
a point of reference for entities contemplating implementation of an MBO 
management process.
7
ASSUMPTIONS
For the purpose of this study, the following assumptions were made:
1. The Clark County School District's policies and regulations 
required the superintendent to carry out the District's goals 
through assessable elements of quality  (objectives).
2 .  The Clark County School District's Management and Account­
ability  System for Secondary Schools will be used by secondary 
school principals indefin itely .
3 .  Revisions of the existing Clark County School District system will 
be made yearly .
4 .  All divisions of the Clark County School District will eventually
utilize  a d istr ic t-w ide MBO system.
5 .  The absence of effective  accountability  in local school districts
could prompt state lawmakers to legislate and impose a  less 
effective accoun tab ili ty  system.
LIMITATIONS
For the purpose of this study, the following limitations were found and 
needed consideration when reviewing the findings of this research:
1. The MBO consensus model was developed from MBO models in
business and education reported in the li terature.
2 .  The study was limited to the comparison of the Clark County
School District's Management and A ccountability  System for
Secondary Schools to the resultant consensus MBO model.
3 .  The research design employed was descriptive in nature and re­
quired translation and interpretation of the author's descriptions 
to common terms selected for this study.
DEFINITION OF TERMS
A ccountabili ty . An accounting of the eff ic ien t operation of an educa­
tional institution in terms of principal, te acher ,  and program.
Accountability  Systems. The management process used in the operation 
of an organization.
Consensus MBO M odel. A model developed from common elements 
identified from MBO models reported in the l i tera tu re .
Common Element. An activ ity  within an MBO model appearing in several 
models studied.
Element. An ac tiv ity  within an MBO model.
Evaluation. A process to determine the quality  of service for a teacher 
or administrator.
M anagem ent. A process of planning, organiz ing, ac tua ting , and con­
trolling objectives through peop le .
Management by O bjectives  (MBO) M odel. A series of management pro­
cedures consistent with the established management by objectives process and 
representing a  cycle  of management ac t iv i ty .
Management by O bjectives  (MBO) Theory. A theoretical bases upon 
which the MBO management process was derived .
O perational MBO M odel. A model containing all elements appearing a t 
least once in models surveyed in this study and used to identify common elements.
PROCEDURE
The study was a descriptive survey utiliz ing content analysis. The research 
methodology included a review of the li terature , construction of MBO models for 
comparison purposes, and development of graphic MBO models depicting the 
elementary and secondary accountab ility  systems used in the Clark County School 
D istric t. An operational MBO model was developed from elements in all MBO 
models identified in the li te ra tu re .  This operational model was used as the basis 
for comparison and construction of a  consensus MBO model which was analyzed  to 
determine the agreement with the Clark County School District's Management and 
A ccountability  System for Secondary Schools. Comparison charts were utilized 
to identify common elements for the MBO consensus model and the agreement 
between the MBO consensus model and the Clark County Secondary System. 
G raphic models were developed based on the existing accountab ility  systems used 
in Clark County School District.
SUMMARY
Chapter 1 presented an overview and background for the problem and 
purpose of the study. A statement of the problem, questions to be answered, 
assumptions, limitations, and definition of terms were inc luded . Chapter 2 was 
an extensive review of the literature which established the status of MBO in 
education and allowed for identification of MBO models surveyed and necessary
for the development of the consensus MBO model required in this study. Chapter 
3 outlined the project design and included the ten business and education models 
interpreted and translated into common terms. Chapter 4 included the analysis 
and evaluation of d a ta .  Each MBO elem ent was clarified  and analyzed  on the 
comparison chart .  The consensus MBO model, c r it ica l to this study, was located 
in this chap ter. Chapter 5 listed conclusions and recommendations and a  summary 
of findings. Appendices and a  bibliography followed to conclude the d issertation.
This study was intended to develop p ractica l information useful in the 
accountability  systems of the Elementary and Secondary Divisions of the Clark 
County School District, Las Vegas, N ev ad a .  S pecifica lly ,  graphic MBO 
models may be appropriate to communicate accountab ili ty  intent and provide 
a basis for teacher and administrator orientation and inservice. The consensus 
MBO model developed will validate  the Clark County School District's 
Management and A ccountability  System for Secondary Schools as a system based 
on an MBO management process when agreem ent between the two is determ ined.
CHAPTER 2
REVIEW OF RELATED LITERATURE
ACCOUNTABILITY AND MANAGEMENT BY OBJECTIVES
The first exercise in accountability  might cen ter  on the care and 
nurture of our ch ildren . We are stewards of their education and training. 
. . .  we have gradually d ispatched more and more of our personal respon­
sibilities for the young to paid and professional strangers. In the 1970's, 
we shall account for the stewardship (36, 1970. p . v). v
Lessinger was mentioned repea ted ly  in the accountab ility  movement
li te ra tu re .  His words focused on the mood of the times manifested in the late
1970's as educational accountability  became a reality  a t  all educational levels.
The basic purpose of accountability  was to hold educators accountab le  for the
product (30, 1978, p . 449).
Huge sums of money were spent in this country to assure a good education
for students; tax dollars were spent for school construction, teacher training,
salaries, educational materials, and equipment. Education became one of the
nation 's  largest and most costly industries, ye t ,  the quality  of the product was
judged increasingly low (37, 1979, p .  257).
Conable reported that schools were headed for serious trouble in the 1980's
as the public increased its expectations for accoun tab ili ty .  The schools accepted
an extraordinary range of goals. The idea of "schools for everything" had a
significant impact on the increased public demand for accountab ility  (10, 1976,
p . 26).
Bortner stated the demand for educational accountab ility  was an emerging
fact of life and listed several reasons for this phenomenon:
1 1
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1. Tax bills reflected  the rising cost of education .
2 . The public was dissatisfied with learning results.
3 .  Education was increasingly necessary for employment.
4 .  Social changes increased the "tasks" given to schools.
5 . Federal intervention required accountability  reports (4, 1979, 
p .  33).
Public mistrust of educational institutions was well documented during the 
last decade and continued to be expressed as educators struggled to defend them­
selves. Public dissatisfaction could not be rationalized  away; it was based on 
demands for ex ce llence  in educational services (11, 1976, p . 60).
Wellington expressed concern in a booklet en titled  "American Education,
Its Failure and Fu tu re ."  Education had not provided the quality of learning ex ­
pec ted .  For the time, effort, and money expended each year, American educa­
tion fa iled . This view of education became widespread among lay people 
interested in education (62, 1977, p . 527).
A need for emphasis on accountab ility  was traced to the ever increasing 
demand for educational dollars . While the federal government spent billions of 
dollars, negotiated  teacher contracts increased demand on local dollars. Con­
gressional representatives, taxpayers, school board members, and school patrons 
became concerned over value received and asked the question, "What are  we 
getting for our m oney?" Educational leaders and teacher organizations assured 
the public increased financial support meant better  schools; however, identifiable 
educational results did not match educational promises. Attempts a t
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accountability  were manifested in such movements as national assessment, perfor­
mance contracts, d ifferentia ted  staffing, and taxpayer re luctance to support 
educa tion . Bills introduced into state legislatures required statewide testing 
programs (60, 1979, p .  44).
Accountability  reached an extreme in New York State when the State 
Board of Education announced public high schools could be put on probation a n d /  
or lose their state registration for failure to meet minimum performance standards. 
Junior and senior high schools were expected to maintain minimum dropout and 
truancy rates (44, 1979, p .  84).
According to Drago, educational accountab ility  was seen as a  panacea 
for solving the concerns of society with national and community w ell-be ing  
(12, 1978, p. 1).
Faced with a demand for educational accoun tab ili ty ,  Reed reported many 
school districts in the nation turned "with hope" to a new concept of management 
referred to as Management by O bjectives (MBO). This trend stemmed from a 
recognition MBO was used in business and industry for several years; success was 
demonstrated where managers were required to account for company resources 
(53, 1974, p. 1).
Educational administrators had difficulty determining methods to identify 
and manage ideas and resources affecting outcomes in educa tion . MBO was seen 
as a process of management to satisfy the need for accountability  in educational 
organizations (5, 1972, p .  49).
MBO was process oriented and espoused a  general approach app licab le
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to many types of institutions including education . Knezevich reported school 
administration was described in the literature as a process about 35 years ago .  As 
educational administration emerged as a field of study, many critics categorized 
administrators as vague and unable to articu la te  goals of the organization. MBO 
provided a system for educators to be specific in accounting for educational 
results (31, 1972, p . 12).
After instituting an MBO system in HEW, Terrel stated school districts 
could gain much from u ti liza tion  of this management system as a means for a t ta in ­
ing performance accoun tab ili ty .  His successful implementation of MBO in a  large 
Utah school district provided administrators with a  vehic le  for accountab ility .
The inherent requirement for staff involvement in decision making helped u tilize  
the co llec t ive  wisdom of the entire  staff in pointing the direction desired as a 
school d is tric t (2, 1974, p. 355).
Educators throughout the nation realized  changes in management techniques 
were necessary as school operations became more complex. The demand for more 
e ffective  management caused school districts to consider results-oriented manage­
ment systems to account for educational programming with limited resources.
Boston claimed MBO was a "prudent and responsible plan enabling us to solve 
ac tual problems within the school d is tric t"  (6, 1978, p .  9).
Hitt (23, 1973, p . 103) maintained school systems, like business, needed 
c learly  defined goals. Swainston (58, 1975, p . 6) added MBO offered many 
advantages to educators and educational institutions as a means for improving 
management e ffic iency . By 1977, G uiliano (17, 1977, p .  38) stated MBO had
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become one accep ted  vehic le  educators could se lec t to lead them toward mean­
ingful systems of accoun tab ili ty .  Hoy concluded MBO became a salient and 
pervasive innovation and could no longer be considered a fad (27, 1978, p . 126).
The MBO concept reached the proportions of a movement. Several 
hundred school districts studied, implemented, and operated results-oriented 
management systems. The literature reported general agreement MBO had tre­
mendous potential for improving the effectiveness of an educational organization 
(35, 1977, p .  411). In add ition , this trend established itself among government 
units, hospitals, h ea l th -care  institutions and religious organizations (46, 1976, 
p .  3).
Methods used to evaluate  teachers were judged increasingly inadequate . 
Gorth reported instruction could be improved by incorporating MBO concepts 
as a basis for teacher evaluation (16, 1976, p . 81). Performance based objec­
tive evaluations became more common. Issues such as merit pay, promotion, 
tenure , and atten tion  to se lf -ac tua liz ing  needs increased the utility  of MBO 
as a  process of management (22, 1977, p .  81).
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MANAGEMENT BY OBJECTIVES— BACKGROUND AND DEFINITION
Peter Drucker first used the term "Management by O bjec tives"  in his 
1954 book, the Practice of M anagem ent. The process became a reality  in busi­
ness and industry afte r  World War II as rapid expansion demanded effic iency in 
management. The increased size of corporations made them unwieldy and pro­
vided accep tance  for Drucker's concept of decen tra liza tion  in organizational 
management. Conglomerates accep ted  the necessity for MBO in order to exist 
(34, 1979, p .  7).
The findings of M cG regor and Likert in behavior research justified the 
concept of results management in the business enterprise. Entities among indus­
tria lized  nations found MBO effective  in managing productivity (49, 1974, p .  1).
C redit must be given to O diorne as the first author to dep ic t MBO as we 
know it (28, 1965, p . 1). The research by Locke reported goals improved 
performance and motivated people to work. Coupled with M cG regor's  and 
Likert's work, additional motivating factors such as involvement in decision 
making, shared responsibility, and self-appraisal were ev ident in the MBO 
process (9, 1973, p .  2). This prompted a turn to the systems approach defined 
by Churchman as "a set of parts coordinated to accomplish a set of g o a ls ."  
Decision making became more complex as it was affected  by the growing use of 
"systems." The behavioral studies forged by M cGregor, Likert, and Locke 
linked behavioral science to the decision making process inherent in MBO. 
Odiorne asserted these two influences (systems approach and behavioral science) 
produced a  demand that management be functional (get the job done efficiently)
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and developmental (meet the human needs of the organizations and people in 
them). MBO provided for these demands (50, 1979, p .  10).
The progression of MBO was well depicted  by a series of analyses uni­
versally quoted . Drucker ca lled  MBO a philosophy rela ted  to a conceptual view 
of job management and recognized the importance of human action and motiva­
tion (14, 1973, p . 442). Terry agreed with the idea motivated people were the 
most important element required to establish and achieve objectives. He defined 
management as follows:
"Management is a distinct process consisting of planning, 
organiz ing, ac tua ting , and controlling, performed to determine and 
accomplish stated objectives by the use of human beings and other re­
sources" (59, 1972, p . 4 ) .
O diorne defined MBO in his 1965 book, Management By O bjectives .
His definition was universally quoted as MBO literature expanded:
"The system of management by objectives can be described as 
a process whereby the superior and subordinate managers of an organi­
zation  jointly identify its common goals, define each individual's  
major areas of responsibility in terms of the results expected  of him, 
and use those measures as guides for operating the unit and assessing 
the contribution of each of its members" (28, 1965, p . 55).
Olson (51, 1968, p. 12) and Mali (41, 1972, p . 1) emphasized MBO as 
a strategy for moving the organization in the direction management desired. Tra­
ditional processes of management, characterized  by "hunches" or "fads" were 
re jected  in favor of the MBO approach . Humble extended the behavioral science 
view by referring to a manager's need "to contribute and develop himself per­
sonally" (52, 1973, p .  4 ) .  Albrecht re jec ted  MBO as a system or procedure to 
one of a basic mentality in terms of a concept and philosophy designed to
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accomplish stated ends. MBO served as a framework for the process of management 
(J_, 1978, p. 4).
During the early  stages of evolvem ent, MBO focused on evaluating super­
visors; a re la tive ly  simple process, usually d irec ted  by the personnel department. 
MBO extended into the organization 's  planning and control process with objec­
tives increasingly reflecting budgets. Finally, MBO emerged as a  total system 
designed to integrate key management processes and activ it ies  in logical and 
consistent patterns including the development of organizational goals, problem­
solving, decision-m aking, performance appraisa l,  executive compensation, man­
power planning, and management training (1, 1978, p .  4 ).
Carroll and Tosi reported most authorities agreed the MBO approach in­
volved the establishment and communication of organizational goals, setting of 
individual objectives rela ted  to the organizational goals, and the periodic and 
final review of performance as re la ted  to the ob jec tives.  O ther aspects of agree­
ment included effective  goal setting a t  top management levels, organizational 
commitment to MBO, mutual goal se tting, and degree of freedom in developing 
means for atta in ing  objectives (9, 1973, p .  3).
Mali evolved four basic elements in the MBO concept. Included were 
goals or objectives, coordination toward identified goals, personal motivation by 
involvement, and a  time strategy or schedule of events. These elements formed 
the basis of the fundamental principles of managing by objectives. These prin­
ciples were:
1. Unity of managerial ac tion  is more likely to occur when there is
a pursuit of a  common ob jec tive .
2 .  The g reater the focus and concentration on results one wants to
ach ieve  on a  time sca le ,  the g reater the likelihood of achieving 
them.
3 . The g reater the partic ipation in setting meaningful work with an
accountability  for a result, the greater the motivation for 
completing i t .
4 .  Progress can be measured in terms of what one is trying to make
progress toward (40, 1975, p .  5).
As management styles evolved in business and industry an almost tandem 
process occurred in the educational community. Educators' interest in MBO bega 
in the early 1970's. Bernabei (3, 1972, p .  11), Boston (7, 1973, p .  1), and 
Lewis (39,  1974, p .  35) agreed MBO was a process or system of educational 
management requiring common objectives measured over a period of time. 
Knezevich emphasized results management was an inherent quality  of MBO and 
described it as:
" .  . . a  partic ipative management style that bears a similarity
to democratic school administration. O bjectives  are jointly determined
by the subordinate and superior administrators" (33, 1975, p .  196).
A consensus on concept and value of objectives in human enterprise was 
ev iden t.  C lear objectives provided the basis for authority and accountability  
relationships. Harvey listed three (3) basic elements describing MBO as a 
concept of management.
1. Planning included setting specific objectives.
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2 . Managing was designed to accomplish stated objectives.
3. Evaluating objectives was necessary.
The measurable standards of performance were linked to the organiza­
tion's goals providing administration with a system to be specific and accountable  
(18, 1976, p. 4 ) .
Educators gradually  adapted MBO for use in educational institutions.
The underlying principles of MBO in education as reported by Bernabei were:
1. To develop a logical, systematic communication network.
2 . To develop mutually agreed upon goals to pursue in the support
services for the learner.
3 . To identify a lternate  methods for achieving these goals.
4 .  To determine the costs rela ted  to effective strategies best suited.
5 . To appraise more objectively  the purpose for each job position
within the system (3, 1972, p . 5).
Odiorne included educators in his 1979 book, MBO II. He stated MBO 
was deceptively  simple in its underlying assumption tha t the first step in managing 
anything "is to define your objective before you release any resources or spend
any time trying to ach ieve it"  (50, 1979, p .  3).
Schools have steadily increased their u ti liza tion  of MBO. These manage­
ment techniques were said to hold g rea t significance for assisting management in 
education .
"MBO holds g rea t promise as a management too l.  It is just a
process, but the rewards that can accrue to students are well worth the
effort of making it work. . . . "  (J_5, 1979, p .  416).
M A N AG EM EN T BY OBJECTIVES— THEORY
MBO as a management process assumed if employees were allowed in­
creased responsibility for developing personal goals in relation to the organiza­
tions' goals, autonomy in achieving those goals, and methods for evaluating 
their achievem ent, workers would have more commitment and be more effective 
in their jobs. The conditions prevailed in Maslow's higher order needs, Herzburg' 
motivator factors, and M cG regor's  Theory Y . This research established a theoreti 
cal base for MBO (27, 1978, p .  128).
A framework to explain the strength of certa in  needs was developed by 
Maslow and a hierarchy existed into which human needs arranged themselves.
This hierarchy is represented in Figure 1 which follows (52, 1974, p .  87).
Figure 1. The Hierarchy of Needs
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Physiological needs were the most basic to man. Until these needs were 
satisfied, nothing else occurred . Higher level needs were inoperative when lower 
needs were not fu lfi lled . O nce  psychological needs were met, security needs 
began to dominate behavior and motivation. These were safety needs, essentially 
self-preservation and protection against danger and depriva tion . Social needs 
crea ted  a desire for gratif ica tion  in worthwhile associations with others. These 
social needs created a feeling of deprivation if not satisfied. Above social needs 
were ego needs. The need for independence, accomplishment, self-worth, com­
pe tence ,  reputation, apprec ia tion , and status needed satisfaction. Ego needs 
were never really  satisfied as man continuously sought to satisfy ego once it be­
came important. The capstone of man's hierarchy was the need for self- 
ac tua liza tion  or se lf-fu lfillm ent. Realizing one's full  potential and developing 
through challenging and creating were considered important. As Maslow ex­
pressed it ,  "What a man can be , he must be" (45, 1954, pp . 80-91).
An individual's behavior a t  a particular moment was usually determined 
by his strongest need . Managers, therefore, needed a better understanding of 
the hierarchy of needs. The prominence of specific motives among employees 
was useful; however, not all people were motivated in the same way and 
individual differences needed consideration (21, 1972, p . 38).
Herzburg's "dual-fac tor"  approach provided management with additional 
insight into the relationship between the individual and his work environment. 
Herzburg's motivation-hygiene theory resulted from a series of studies about fob 
attitudes in various organizations. Herzburg concluded man has two sets of needs.
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The first stemmed from an "animal nature" and included an inherent drive to avoid 
unpleasantness. The other set of needs was characterized  by the necessity to 
ach ieve and to experience psychological growth. The "dual-fac tor"  theory 
postulated that one set of factors (motivators) produced satisfaction, but another 
set (hygiene) produced dissatisfaction.
Motivator factors inducted achievem ent, recognition for achievem ent, 
the nature of the w o r k  itself, responsibility, and opportunity for growth and 
advancement and contributed most to job satisfaction and superior performance. 
Motivators provided an opportunity for individual growth, improved performance, 
and were intrinsic to the job itself.
Hygiene factors included company policies and administration, technical 
supervision, interpersonal relationships, working conditions, money, status, or 
security . They were extrinsic to the job and rela ted  to the conditions under which 
the work was done. When satisfied, hygiene factors eliminated or prevented 
dissatisfaction but did little to motivate an individual.
Herzburg's hygiene factors re la ted  to Maslow's lower-level needs (social, 
security, and psychological) while motivators related to higher level needs (ego 
and se lf-ac tua liza tion )  (52, 1974, pp . 92-95).
Sernabei discussed Herzburg's "Dual Factors."  The two dimensions of job 
attitudes reflected  a two-dimensional need structure:
1. A need system for personal growth.
2 .  A need system for avoidance of unpleasantness.
Positive job attitudes wore d irec tly  related to psychological growth and
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the fulfillment of se lf-ac tua liz ing  needs. Growth was dependent on ach ieve­
ments; achievem ent required a task. Attention to hygiene needs was important 
because without it ,  organizations tended to reap unhappy personnel. The error 
lay in the assumption " . . .  prevention will unleash positive feelings and 
manpower effic iency" (3, 1972, pp . 3 -4 ) .
M cG regor's  classic work, The Human Side of Enterprise, pointed out the 
need to tap  the unrealized potential of human resources. Successful management 
recognized tha t organizing and d irecting people 's  efforts toward company goals 
was important. M cGregor stated tha t,  "every managerial a c t  rests on theory ."  
However, he recognized manaaers or supervisors operated from a gut level 
without regard to theory in terms of human behavior. This p ractice  of proceeding 
without exp lic it  examination of theoretical assumptions led to remarkable incon­
sistencies in managerial behavior. M cGregor advocated using new knowledge in 
the social sciences to assist in the process of management (47, I960, p . 9).
Traditional organization with its centra lized  decision making, super­
subordinate pyramid, and external control of work was based upon assumptions 
about human nature and motivation. M cGregor's Theory X assumed most people 
preferred to be d irec ted , were not interested in assuming responsibility, and 
wanted safety above a l l .  This philosophy included the assumption people were 
motivated by money, fringe benefits , and the threat of punishment. Theory X 
managers attempted to structure, control, and supervise employees closely.
External control was appropriate for working with unreliab le ,  irresponsible, and 
immature people (21, 1972, p .  46).
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Theory X explained the consequences of managerial strategy and prevented 
the use of other more effective management s trateg ies. Management by objectives 
was difficult to incorporate within Theory X because it was derived from inaccurate 
assumptions about human nature (47, 1960, p .  42).
M cGregor fe lt  tha t management practices needed consideration to under­
standing the nature of man and human motivation. M cGregor's Theory Y assumed 
people were not, by nature , lazy and unreliable  but rather basically se lf-d irected  
and creative a t  work if properly motivated. Management's essential task was to 
liberate this po ten tia l ,  assuming a properly motivated worker ach ieved  goals best 
by directing his efforts toward organizational goals.
Managers who accep ted  Theory Y did not structure, control, and supervise 
the workers' environment closely, but attem pted to help their employees mature by 
allowing less external control. Employees were able to satisfy Maslow's higher 
order needs (social, esteem, and se lf-ac tua liza t ion )  in an environment reflecting 
Theory Y (21_, 1972, p . 47).
"The assumptions of Theory Y point up the fact tha t the limits on 
human collaboration in the organizational setting are not limits of human 
nature but of management's ingenuity in discovering how to realize  the 
potential represented by its human resources" (47, 1960, p .  48).
Jun reported existing literature supported the idea partic ipa tive  manage­
ment increased individual motivation toward organizational objectives and 
increased job satisfaction . Participative management was not a panacea; but was 
compatible to the MBO process where results were expected (29, 1976, p .  3).
Bernabei concluded school systems using human beings effectively  treated 
them in terms of their complete nature . Schools could not continue to perpetuate
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a half-conceptua l view of man since no institution remained successful if it over­
determined the control of man's creativ ity  and his achievem ent nature (3, 1972, 
p .  4).
"Every managerial decision has behavioral consequences. Success­
ful management depends— not alone— but significantly— upon the ab ility  
to predict and control human behavior" (47, 1960, p. 4 ).
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MANAGEMENT BY OBJECTIVES—ADVANTAGES AND LIMITATIONS
Drucker believed self-control was a d istinct advantage for implementing
MBO:
‘'The greatest advantage of management by objectives is perhaps 
that it makes it possible for a manager to control his own performance. 
Self-control means stronger motivation: a desire to do the best rather 
than just enough to ge t  by" (13, 1954, p .  392).
Knezevich asserted school administrators were busy but often preoccupied 
with the wrong things. Menial ac tiv it ies  contributed to losing touch with the 
central purposes of an educational institution. MBO offered a way to minimize 
such tendencies by "switching the focus from ac tiv it ies  to results" (31, 1972, 
p .  15).
Varney stated MBO added flexibility  to the organization and allowed 
more involvement leading to increased productiv ity . Individuals understood the 
direction the organization was taking and developed a greater degree of commit­
ment (61, 1971, p . 14).
Without setting goals and objectives for the educational institution,
Hostrop maintained negative outcomes occurred . Results could not be assessed 
without c lear  expecta tions. Personnel could not function a t  maximum effec tive­
ness since no one could succeed in the absence of d irec ted  purpose. MBO pro­
vided a means for professionals to measure their true contributions, improved 
problem solving, eliminated evaluation based on personality , determined span 
of control, and provided a basis for promotion and merit pay (25, 1975, p .  179).
Raia reported an MBO implementation in a Southern California school
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district where overall productivity and communication increased by involving 
staff with identification of district goals. Sophisticated program assessment was 
rea lized  as more orderly priorities were established and communicated (52, 1975, 
pp. 164-165).
Educators used MBO in itia lly  as a management tool for top administrators. 
Advantages for improving personnel evaluation surfaced quickly . Burke main­
tained clin ica l supervision of teachers required a systematic method of implemen­
tation to rea lize  its potential benefits . Techniques and methodology inherent in 
the MBO process suggested g rea t value in improving the "nature and rate of 
application  of c lin ica l supervision" (8, 1977, p .  29).
Spillane believed principals effected better  control using MBO and re­
duced the tendency to blame problems on central adm inistration. Tension associa­
ted with the supervisory process was relieved because supervisors and teachers 
knew what was expec ted . In dismissal cases, teachers were "at least aware the 
action  was not capricious" (57, 1978, p .  25).
A Colorado school d istrict reported many believed  higher achievem ent 
test scores were due partly to results of MBO. The values of the MBO model 
were implemented in a  d ay - to -d a y  manner with g rea t co llec tive  impact (42, 1979, 
p .  38). On the other hand, limitations were reported for some institutions 
u tiliz ing MBO. According to Levinson, MBO was "one of the greatest mana­
gerial illusions."  Personnel evaluation was se lf-defea ting  because it was based 
on a reward-punishment psychology serving to increase pressure on an individual 
while limiting his choice of ob jec tives.  Although not rejecting MBO, the
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author contended improvement was possible by examining the underlying assump­
tions about motivation, extending group goal-se tting  and appraisal, evaluation 
of superiors by subordinates, and considering personal goals of the individual 
first (3 8 ,1 9 7 0 ,  p . 134).
Steers reported in a 1974 study MBO was not equally  effective for all 
employees. C lear, w ell-defined  goals were established. By comparing goal 
a tta inm ent to personalities, individuals with high achievem ent needs performed 
better when faced with specific goals while those with a  low achievem ent need 
did not improve. O ther disadvantages included d ifficulty  in measuring educa­
tional outcomes, lack of professional management expertise , fear of MBO 
accoun tab ili ty ,  and unwillingness to provide rewards and punishments for results 
(63, 1976, p . 112).
A position paper, "Is MBO The Way To G o ? "  published by the N ational 
Education Association, viewed MBO negatively . Teachers took a cautious stance 
citing reluc tance in accepting  MBO was due to administrators neglecting to 
involve teachers in the goa l-se t t ing  process (56, 1976, p . 44).
Kennedy stated MBO was future-oriented and a  margin of error existed 
in a ll  forecasts. O ther limitations included natural resistance to change, com­
municating to all levels, developing unified goals securing initial commitment, 
and fearing loss of individuality (42, 1979, p. 37).
Problems rela ted  to the implementation of MBO as discussed by Herman 
indicated school districts implemented MBO without adequate  inservice. As 
MBO was adopted and traditional management systems were dropped, insecurities
among employees increased. Writing appropriate objectives was a d ifficult task 
for most administrators. O pen and honest supervisory conferences sometimes 
proved d ifficu lt especially  for those who commonly resisted any type of change 
(20, 1979, p .  56).
MBO critics claimed many individuals were not ready to assume increased 
responsibility and se lf-d isc ip line .  Administrators were burdened with increased 
paperwork. Abstract educational goals did not lend themselves to MBO and, 
f ina lly ,  emphasis on quantita tive  evaluation resulted in neg lec t of other 
responsibilities (27, 1978, p .  131).
"There is a considerable amount of ev idence that management 
by objectives is an ex ce l le n t  way to manage human and non-human 
resources. Properly implemented, it can improve organizational 
effectiveness and h ea l th .  But it is not a p an ac ea .  N either its successes 
nor its failures can be attr ibu ted  to any single element or thing. Like 
any other management system, it can be no more effective  than the way 
it is used" (52, 1974, p .  172).
M AN A G EM EN T BY OBJECTIVE MODELS
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O diorne 's ,  Sp illane 's ,  and Knezevich's works represented typical business 
and education MBO models reported in the li te ra tu re .  Odiorne 's  MBO model 
(1965) depic ted  a cycle of management by objectives universally quoted by authors 
writing about MBO in the business world. O diorne's  model was also referenced by 
education authors and a thread of commonality was evident throughout all models 
surveyed in this study. Odiorne used a graphic approach to communicate his 
model which follows:
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Figure 2. Odiorne MBO Model
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Some MBO models reported In the literature were presented In graphic 
form, however, some like Splllane used an outline format listing basic steps in 
the New Rochelle (New Jersey) School District MBO accountability  system as 
follows: (57, 1978, pp. 19-21).
1 . Annual d is tric t-w ide goals are set by the board of education
in consultation with superintendent, principals, central office, 
staff, students, and community.
2 .  Principals submit their goals during budget preparation so that 
institutional goals are compatible with ava ilab le  resources.
3 .  Goals and objectives are set for each  schoo l. Principals and the
teachers each identify their ob jectives.
a .  Routine objectives (daily operation).
b .  Problem solving ob jectives.
c .  Innovative objectives (new approach, new curriculum).
d .  Personal ob jectives.
4 .  O b jectives  must meet the following criteria:
a .  Resources needed to implement.
b .  How objective  wil l  be implemented.
c .  How objective wil l  be measured.
d .  Target dates.
e .  Agreement on objectives with supervisor.
f .  Evaluation.
g .  Establish new objectives.
Knezevich developed a General MBO Model in his 1974 book, M anage- 
ment By O bjectives and Results—A Guide For Today's School Executive, which 
was theoretical in natu re . Although this was not an operational model in a publi 
school system, it did represent one of the first MBO models to be reported in the 
educational literature (32, 1974, p .  17).
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Figure 3 .  Knezevich MBO Model
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SUMMARY
Educational accountab ility  emerged as a fac t of life for educational insti­
tutions as the public demanded exce llence  in the delivery of educational services. 
Concern that educational results did not match educational promises led many 
school districts to the concept of management by objectives as a process to demon­
strate educational accoun tab i l i ty .  Success of MBO in business, industry, govern­
ment en tit ies ,  and educational organizations a c c e le ra te d .
The theoretical basis for MBO originated in the works of Maslow,
Herzburg, and M cG regor. The concept of MBO and value of objectives in human 
enterprise reached consensus in the li terature.
Although several limitations in implementing an MBO system as a process 
of management were reported, there were a g rea t number of distinct advantages.
By communicating the goals of the organization , employees were more likely to 
be committed and improved job performance; considerable evidence indicated 
MBO was an exce llen t way to manage human and non-human resources.
CHAPTER 3
PROJECT DESIGN 
INTRODUCTION
The purpose of this study was to determine the agreement between a con­
sensus MBO model and the Clark County School District's Management and 
Accountability  System for Secondary Schools. Common elements in selected 
MBO models were identified in the research design to answer the questions of this 
study. MBO models commonly reported in the literature were used as representa­
tive models from business and education . This chapter identified the research 
approach and the procedures used to co l lec t  and analyze the data  used to answer 
the problems stated in Chapter 1.
DESCRIPTION OF RESEARCH APPROACH
A descriptive research approach was u tilized  throughout the study to 
systematically describe common elements in various MBO models. Identification 
of common elements using content analysis provided the basis for construction of 
a  consensus MBO model to determine agreem ent with a model being u tilized  in 
the Clark County School District.
RESEARCH DESIGN
Because of the large number of MBO models reported in the literature,
representative models were selected from business and education which were
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commonly reported and developed by well-known authors. The study utilized 
five (5) business MBO models beginning with Odiorne's  universally quoted model 
published in 1965 and five (5) education MBO models theoretical or operational 
in 1980.
An operational model was constructed composed of MBO elements which 
appeared a t  least once in any MBO model u ti lized  in the study. The operational 
model thus served as a composite checklis t or grouping of unique elements for 
the purpose of comparison with each of the ten models surveyed.
Using the operational model as a checklis t,  a comparison was done to 
determine the correspondence of each MBO element among the ten models 
u ti lized  in the study. When an individual element appeared in a t  least six of the 
models, it was identified as a common element and became part of the consensus 
MBO model. This model was compared to the Clark County School District's 
M anagement and Accountability  System for Secondary Schools to determine 
agreem ent.
MBO MODELS SURVEYED
The literature reported MBO models in schematic outline or narrative 
form. To fac i l i ta te  the formation of the operational checklis t and the corres­
ponding comparison, each MBO model u ti lized  in the study was interpreted and 
translated into a numerical list of elements using common terms.
Shager, in his 1972 book, Fundamentals of Educational Research, regarded 
interpretation as a valuable contribution to research by stating analysis and des­
cription of patterns contributed toward formation of coherent educational theory 
(55, 1971, p .  56). Because of the different terminology employed by each author 
a common term or statement was selec ted  to communicate an identified common 
elem ent from the models surveyed.
Business MBO models were selected for identification and comparison of 
common elements and included O diorne 's  1965 universally quoted model. Humble 
and Raia's models were theore tica l in nature and were in close agreement with 
O diorne . Mali and A lbrecht were characterized  as "how to" models and were 
specifically  oriented towards establishing an MBO system in an enterprise.
1. George S. O d io rne , 1965— Model A.
2 .  John W. Humble, 1973— Model B.
3 . Anthony P. Raia, 1974— Model C.
4 .  Paul M ali, 1975— Model D.
5 .  Karl A lbrecht, 1978— Model E.
Education theoretical models were represented by Knezevich's contribution 
which also referred to O diorne 's  original work. Bernabei and Hostrop presented 
theoretical models including specific  implementation information while Spillane 
and Clark County School District were operational models used in public school 
systems.
1. Raymond Bernabei and Sam Leles, 1972— Model F.
2 .  Stephen J .  K nezevich, 1974— Model G .
3 . Richard W. Hostrop, 1975— Model H.
4 .  Robert R. Spillane and Dorthy Levenson, 1978— Model I.
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5 . Clark County School District's Elementary Management and 
Accountability  System, 1980— Model J .  (43, 1980).
Elements in each model were interpreted for meaning and translated into 
common terminology. This process allowed for a  comparison among models using 
the common terminology and was critica l to the identification of common elements 
included in the consensus MBO model. The following models were reported in 
common terms and were identified by author and a lphabetical character after 
O diorne 's  Model A was reported in common terms. Any element not appearing in 
O diorne 's  model or in subsequent models was asterisked to indicate first appearance . 
The original narrative or schematic drawing of each model was reported in the 
Appendix of this study.
MBO MODEL A— O diorne, 1965.
1. Organizations ' goals identified
2. Specific objectives for subunits stated
3 .  Measures of performance for goals and objectives stated
4 .  Organizations ' structure revised to fac i l i ta te  goals
5 .  Superiors and subordinates agree on objectives and measures of 
performance
6 . Target dates selected
7 .  Interim evaluation of progress toward results, new inputs, removal
of inappropriate objectives.
8 .  Cumulative evaluation of results
9 .  Review of organizations' performance
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10. Recycle
11. Personnel performance appraisal based on objectives conducted
MBO MODEL B ~H um ble , 1973.
*1. O rganiza tion  needs assessment conducted
2. O rgan iza tion 's  goals identified
3. Specific objectives for subunits stated
4 .  Measures of performance for goals and objectives stated
5 .  Superiors and subordinates agree  on objectives and measures of 
performance
6 . O rgan iza tion 's  structure revised to fac il i ta te  goals
*7. Action plan for achieving results formulated
8 . Target dates selected
*9. Participation and motivation for achieving results solicited
10. Interim evaluation of progress toward results, new inputs, removal
of inappropriate objectives 
*11. Personnel with potential for advancem ent identified
*12. M anagement training program planned
13. Cumulative evaluation of results
14. Recycle
*15. Managers' motivation increased by appropriate compensation and
career planning
16. Personnel performance appraisal based on objectives conducted
MBO MODEL C — Raid, 1974.
1. O rgan iza tion 's  goals identified
2 . Specific objectives for subunits stated
3. Measures of performance for goals and objectives stated
4 .  Superiors and subordinates agree on objectives and measures of
performance
5 . Action plan for achieving results formulated
6.  Target dates selected
7 . Interim evaluation of progress toward results, new inputs, removal 
of inappropriate objectives
8 . Cumulative evaluation of results
9 . Management training program planned
10. M anager's motivation increased by appropriate compensation and 
career planning
11. Recycle
12. Personnel performance appraisal based on objectives conducted
MBO MODEL D— M ali,  1975.
1. O rganiza tion 's  needs assessment conducted
2 .  O rganiza tion 's  goals identified
3 . Specific objectives for subunits stated
4 .  Measures of performance for goals and objectives stated
5 . Superiors and subordinates agree on objectives and measures of
performance
4 3
*6. Validation of objectives (risks and potential errors analyzed)
7 . Action plan for achiev ing  results formulated
8 .  Target dates selec ted
9 . Participation and motivation in achieving results solicited
10. Interim evaluation of progress toward results, new inputs, removal 
of inappropriate objectives
11. Management training program planned
12. Cumulative evaluation of results
13. Recycle
14. Personnel performance appraisal based on objectives conducted
MBO MODEL E—A lbrecht, 1978.
1. O rganiza tion 's  needs assessment conducted
*2. Trends and change processes affecting organization identified
3 .  O rganiza tion 's  goals identified
4 .  Specific objectives for subunits stated
5 .  Measures of performance for goals and objectives stated
6 .  Superior and subordinate agree on objectives and measures of 
performance
7 .  Action plan for achieving results formulated
8 .  Target dates selected
9 . O rganiza tion 's  structure revised to fac i l i ta te  goals
10. Participation and motivation for achieving results solicited
11. Management training program planned
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12. Interim evaluation of progress toward results, new inputs, removal 
of inappropriate goals
13. Cumulative evaluation of results
14. Recycle
15. M anager's motivation increased by appropriate compensation and 
career planning
16. Personnel performance appraisal based on objectives conducted
MBO MODEL F— Bernabei and Leles, 1972.
1. O rganiza tion 's  needs assessment conducted
*2. Describe job functions
3 . O rganiza tion 's  goals identified
4 .  Specific objectives for subunits stated
5 . Measures of performance for goals and objectives stated
*6. Weight and priority for each objective  identified
7 .  Superior and subordinate agree on objectives and measures of 
performance
8 .  Action plan for achieving results formulated
9 . Target dates selected
*10. Resources needed for each objective a l loca ted
*11. Cost for each task determined
12. Interim evaluation of progress toward results, new inputs, removal 
of inappropriate objectives
13. Cumulative evaluation  of results
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14. Recycle
15. Management training program planned
16. Personnel performance appraisal based on objectives conducted
MBO MODEL G — Knezevich, 1974.
1. O rganization 's  goals identified
2 . Specific objectives for subunits stated
3 .  Measures of performance for goals and objectives stated
4 .  Cost analysis completed for objectives selected
5 . Target dates selected
6 .  Superiors and subordinates agree on objectives and measures of 
performance
*7. Alternative action  plans formulated
8 .  Action plan for achieving results formulated
*9. Monitoring system designed
10. Interim evaluation of progress toward results, new inputs, removal
of inappropriate goals
11. Cumulative evaluation of results
12. Recycle
13. Personnel performance appraisal based on objectives conducted
MBO MODEL H— Hostrop, 1975.
1 . O rganiza tion 's  goals identified
2 . Revisions in organization 's  structure to fac i l i ta te  goals
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3 . Specific objectives for subunits stated
4 .  Measures of performance for goals and objectives stated
5 .  Supervisors and subordinates agree on objectives and measures of 
performance
6. Target dates selected
7 . Interim evaluation of progress toward results, new inputs, removal 
of inappropriate goals
8 . Cumulative evaluation of results
9 . Review of organization 's  performance
10. Personnel performance appraisal based on objectives conducted
11. Recycle
MBO MODEL I— Spillane and Levenson, 1978.
1. O rganiza tion 's  goals identified
2 .  Specific objectives stated for subunits
3 .  Measures of performance for goals and objectives stated
4 .  Cost analysis completed for objectives selected
5 . Supervisors and subordinates agree on objectives and measures of 
performance
6 .  Action plan for achieving results formulated
7 . Target dates selected
8 .  Interim evaluation of progress toward results, new inputs, removal 
of inappropriate goals
9 .  Cumulative evaluation of results
4 7
10. Recycle
11. Personnel performance appraisal based on objectives conducted
MBO MODEL J — Clark County School District's Elementary Management and 
Accountability  System, 1980.
1. O rganiza tion 's  goals identified
2 . Needs assessment
3 . Specific objectives for subunits
4 .  Measures of performance for goals and objectives stated
5 .  Supervisors and subordinates agree on objectives and measures of 
performance
6 .  Action plan for achieving results formulated
7 . Target dates selected
8 . Monitoring system designed
9 . Interim evaluation of progress toward results, new inputs, removal 
of inappropriate goals
10. Personnel performance appraisal based on objectives conducted
11. Management training program planned
12. Recycle
After the ten preceding models were interpreted and translated into com­
mon terms for reporting and comparison purposes, any elements that appeared a t  
least once in the ten models reported were listed in an MBO operational model.
This operational model was u tilized  as the point of comparison with the models 
in the study and displayed on an MBO comparison. The MBO operational model
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was constructed as follows:
1. Trends and change processes affecting organization identified
2 .  Organization needs assessment conducted
3 . O rganiza tion 's  goals identified
4 .  Job functions identified
5 . O rganiza tion 's  structure revised to fac i l i ta te  goals
6 .  Specific objectives for subunits stated
7 .  Measures of performance for goals and objectives stated
8 .  Action plan for achieving results formulated
9 .  A lternative action  plans formulated
10. Validation of objectives (risks and potential errors)
11. Resources needed for each objective  a l loca ted
12. Cost for each  task determined
13. Weight and priority for each objective  identified
14. Target dates selec ted
15. Superiors and subordinates agree on objectives and measures of 
performance
16. Participation and motivation for results solicited
17. Monitoring system designed
18. Interim evaluation of progress toward results, new inputs, removal
of inappropriate objectives
19. Cumulative evaluation of results
20 . Personnel performance appraisal based on objectives conducted
4 9
21. Personnel with potential for advancem ent identified
22. M anager’s motivation increased by appropriate compensation and 
career planning
23. Review of organization 's  performance
24. Recycle
25. Management training program planned
For the purposes of comparison, the Clark County Secondary Management 
and Accountability  System for Secondary Schools model was interpreted and trans­
lated into common terms. This model was then compared to the consensus MBO 
model, to determine agreem ent for each e lem ent.  A comparison displayed the 
agreement between the two models. The translated Secondary Clark County model 
follows:
CLARK COUNTY SCHOOL DISTRICT— MANAGEMENT AND ACCOUNTABILITY 
SYSTEM FOR SECONDARY SCHOOLS, 1980 (44, 1980).
1. O rgan iza tion 's  goals identified
2 .  O rgan iza tion 's  needs assessment conducted
3 . Specific objectives for subunits stated
4 .  Action plan for achieving results formulated
5 .  Measure of performance for goals and objectives stated
6 .  Target dates selected
7 .  Superiors and subordinates agree on objectives and measures of 
performance
8 .  Interim evaluation of progress toward results, new inputs, removal
of inappropriate objectives
9 . Cumulative evaluation of results
10. Personnel performance appraisal based on objectives conducted
11. Recycle
12. Management training program planned
This preceding model was used to determine agreement with the MBO 
consensus model and was displayed on a comparison chart .
SUMMARY
This chapter identified the research approach, listed the steps utilized 
the research design, and reported the MBO business and education models 
interpreted and translated into common terms for use in this study.
CHAPTER 4
ANALYSIS AND FINDINGS 
INTRODUCTION
MBO models in business and education shared a commonality that was 
identified and reported . Data analyzed  were displayed in a comparison chart 
u tiliz ing elements taken from ten d ifferent business and education MBO models 
(See Figure 4 ) .  The common elements identified formed the consensus MBO model 
used to determine agreement with the Clark County School District's Management 
and Accountability System for Secondary Schools.
ANALYSIS AND EVALUATION OF DATA 
Interpretation and translation of MBO models u ti lized  in this study iden­
tified tw enty-five elements each of which appeared a t  least once in the MBO 
models an a ly zed .  Elements that appeared in six of the ten models studied con­
stituted a simple majority and therefor were declared to be common and made part 
of the consensus MBO model. Each elem ent is further elaborated  upon, for c lar ity ,  
on the following pages. The consensus MBO model follows, and a  comparison of 
the consensus MBO model and the Clark County School District's Management 
and Accountability  System for Secondary Schools model concludes the chapter.
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ELEMENT 1:
Trends and change processes affecting organization identified . Albrecht 's  
and M ali 's  models were the only ones requiring examination of trends.
Since management was future oriented, some margin of error existed if 
trends and change processes were determined too far in advance . The 
MBO cycle was completed and recycled annually  in all models researched 
making prediction of trends difficult on a yearly basis. This was not a 
common elem ent.
ELEMENT 2:
O rganization needs assessment conducted. Six models designated needs 
assessment as necessary in order for other steps in the MBO process to 
occur.  The planning function of management could not take p lace with­
out a ttention to the status and evaluation of organizational effort. The 
last step in the MBO process was to recycle  and renew the cycle; needs 
assessment was an integral part of the information base required to se lec t 
new or ongoing organizational goals and ob jectives.  This was identified 
as a  common elem ent.
ELEMENT 3:
O rganization 's  goals identified . All models required identification of 
organization 's  goals. A major premise of MBO was the concept of 
setting goals a t  the highest levels so specific objectives could be de te r­
mined aimed a t  accomplishing the goals or mission of the organization .
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This was identified as a common elem ent.
ELEMENT 4 ;
Job Functions iden tif ied . Bernabei's model was the only one requiring 
identification of job functions. Since MBO was a process of management, 
an organization 's  personnel could implement MBO without drastic changes 
in individual job functions and responsibilities.
ELEMENT 5:
Revisions in organization 's  structure to fac i l i ta te  goals. Although three 
business models and one education model called  for revision in the 
organization 's  structure , this was not identified as a common elem ent.
The same rationale  applied  here as in Element 4 ,  namely, MBO was a 
process of management and existing personnel could implement MBO 
without extensive changes in individual job functions or organization 
revision.
ELEMENT 6:
Specific objectives for subunits s ta ted .  All models required subunits to 
identify objectives based on the general goals of the organization . Sub­
units included divisions, departments, schools, administrators, managers, 
or teachers . Specific objectives ranged from broad-based objectives to 
individual or personal objectives dependent on type or size of the organi­
za t io n .  The essence of MBO as a process of management required the 
setting of objectives to ensure movement and progress toward an end;
the absence of which contributed to stagnation or nonproductive status 
for an organizational en t i ty .  This was identified as a common elem ent.
ELEMENT 7 :
Measures of performance for goals and objectives s ta ted .  All models 
required an evaluation design for each goal and objective identified . In 
order to recognize whether or not an ob jective  was accomplished, measure 
ment was required stated in terms of profit, test scores, implemented p lan , 
completed pro jec t,  e t c .  Difficulty in measurement of educational goals 
and objectives was reported as a limitation of the MBO process in the 
l i tera ture . However, there were a large number of areas tha t did lend 
themselves to measurement making MBO a viable management process for 
service organizations, such as, government, health  care institutions, 
religious orders, or educational institutions. This was identified as a 
common elem ent.
ELEMENT 8:
Action plan for achieving results form ulated. Eight of the ten models 
surveyed required a specific , written plan for carrying out the identified 
goal or ob jec tiv e .  An action plan allow ed for discussion of logistics 
required to ach ieve an ob jec tive ,  hence pitfalls could be identified and 
alternatives used, if necessary. The action  plan served as a means to 
illustrate the en tire  plan from beginning to end .
Careful planning a t  this point accomplished one of the advantages of
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MBO— to cause planning in an organized manner that could be com­
municated to a ll  levels of the organ iza tion . This was identified as a  
common elem ent.
ELEMENT 9 :
Alternative Action plans formulated. O nly  two models ca lled  speci­
f ica lly  for a l te rna tive  action  plans after the ob jective  was identified .
In order to se lec t an action  plan in i t ia lly ,  various methods were con­
sidered which in reality  constituted a l te rna tives .  A lternative action  plans 
were not identified as a common elem ent.
ELEMENT 10:
Validation of ob jec tives.  O ne model required validation of ob jectives. 
Validation was used to p redic t risks or ana lyze  potential errors in the 
objectives and action plans selected for implementation. This element 
was not identified as a  common elem ent.
ELEMENT 11:
Resources needed for each objective a l lo c a te d .  Two models required 
identification of resources as part of the action  p lan . Although not 
identified as a common elem ent, this elem ent received scrutiny when the 
objectives or goals were identified in i t ia l ly .  All entities  must operate 
within their a l loca ted  resources, to do otherwise would be mismanagement 
and not inherent in MBO as a process of management. This was not 
identified as a  common elem ent.
ELEMENT 12:
Cost for each task determ ined. Three education MBO models called  for 
a  cost per task in the action p lan . This was not identified as a common 
elem ent.
ELEMENT 13:
Weight and priority for each objective iden tif ied . Weighing and priori­
tizing each objective was ca lled  for in Bernabei's model only. When 
objectives for subunits were identified , the MBO process generally  re­
quired an analysis or needs assessment of the organ iza tion . Information 
revealed by a needs assessment tended to prioritize the direction of the 
organization and affected  selection of ob jec tives.  This was not identified 
as a  common elem ent.
ELEMENT 14:
Target dates se lec ted .  All models surveyed mandated selection of target 
dates for goal or objective accomplishment. Introduction of the time 
element to focus atten tion  on the action plan and draw closure for each 
stated objective was a  crucial aspect ot the MBO process. Although an 
objective  could be recycled  and continued, the time line served as a 
reference point for interim or cumulative evaluation of progress toward 
results. This was identified as a common e lem ent.
ELEMENT 15:
Superiors and subordinates agree on objectives and measures of performance.
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Agreement between supervisor and subordinate was essential based on the 
theoretical framework for MBO. The works of Herzburg, Maslow, Likert, 
and M cGregor reinforced the concept of participatory management. All 
models in the study required agreement on the objectives selected and 
the measures of performance used to evaluate  progress. The total action 
plan for each  ob jec tive , in fac t ,  was jointly reviewed, discussed, a ltered 
as appropria te , and therefore committed for positive action on the part of 
each subordinate with the respective superior. Odiorne recognized this 
requirement in his original model and the concept continued in all sub­
sequent MBO models. This was identified as a  common elem ent.
ELEMENT 16:
Participation and motivation for results so lic ited . All five business models 
identified participation and motivation as a formal step in the quest to 
obtain desired results. Although the five education models did not list 
this s tep, the theoretical base for MBO suggested tha t se lf-ac tualiza tion  
and motivation to work towards the goals of the organization were inherent 
in the MBO process itse lf.  The ab ility  of private enterprise to use monetary 
rewards for effective partic ipation and motivation was perhaps one reason 
why the business models required this element while the education models 
did not. This was not identified as a  common elem ent.
ELEMENT 17:
Monitoring system designed. O nly  two education models delineated  a
formal monitoring system as a required step in the MBO process. However, 
interim evaluation in essence accomplished the same purpose. This was 
not identified as a common elem ent.
ELEMENT 18:
Interim evaluation of progress toward results, new inputs, removal of 
inappropriate objectives. Interim evaluation was a necessary step in all 
models studied. This type of evaluation provided flexibility  to the sub­
ordinate and the superior so that progress to date  could be examined, as 
well as utiliz ing any new input to modify a  particular ob jec tive . Any 
inappropriate objectives could be removed and new ones added without 
compromising the continuing MBO process. Inflexible objectives tended 
to v io late  the MBO theory of partic ipative management; fear of making a 
mistake in initial selection of objectives would tend to reduce the creative 
aspects and contribute to a  meaningless choice of objectives during the 
next c y c le .  This was identified as a  common elem ent.
ELEMENT 19:
Cumulative evaluation of results. Cumulative evaluation was required in 
all models. O ne year was universally accep ted  as the logical time span; 
and resulted in evaluation of results for each objective  selected plus a 
personnel performance appraisal for the individual. The MBO process 
required an evaluation of results based on specific action plans for each 
goal or ob jec tive .  After cumulative evaluation took p lace ,  the
6 0
information was used to in itia te  a  new c y c le .  Needs assessment data  was 
coupled with the evaluation of each ob jective  to generate the beginning 
of next year's MBO process. Cumulative evaluation was identified as a 
common element.
ELEMENT 20:
Personnel performance appraisal based on objectives conducted. Histori­
cally  the MBO process was essentially a performance appraisal system.
This element remained in tac t and was required by all models surveyed. 
Performance appraisal based on results eliminated evaluation based on 
personality traits or environmental factors. Both superiors and subordinates 
understood the objectives being sought and could evaluate  on that premise. 
This was identified as a  common elem ent.
ELEMENT 21:
Personnel with potential for advancement iden tif ied . Humble's model was 
the only one who required identification of personnel for advancement 
purposes as a formal step in the MBO process. This was not identified as 
a  common elem ent.
ELEMENT 22:
Managers' motivation by appropriate compensation and career planning 
com pleted. Three business models tied manager motivation, compensation, 
and career planning d irec tly  to the MBO process. The literature reported 
one limitation of MBO was the failure of educational institutions to make
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decisions in these areas based on measured results. Although merit pay 
was not a widespread educational p rac tice ,  a trend in this direction was 
evidenced especially  a t  high administrative levels. This was not identified 
as a common e lem ent.
ELEMENT 23:
Review of organization 's  performance. Two MBO models required formal 
review of the organization 's  performance as a formal process before re­
cycling . No needs assessment was ca lled  for in e ither model, thus a 
review of the organization 's  performance would include similar data 
regarding the direction to follow as the recycling process commenced. 
Therefore, needs assessment or review was required in e igh t MBO models. 
Review of organization 's  performance was not identified as a common 
element.
ELEMENT 24:
Recycle. All models surveyed required recycling of the entire  MBO 
process, usually a t  year 's  end . Recycling provided for continuity , drew 
closure for cumulative eva lua tion , allowed for periodic needs assessment, 
and kept the organization moving towards its goals. Recycling was 
identified as a common elem ent. Although recycle was stated  toward the 
end of each  MBO model, recycling could occur during the formation of 
the action plan as inappropriate or costly objectives were reviewed and 
deleted  from ac tual implementation.
ELEMENT 25:
M anagement training program planned . Six MBO models required manage 
ment training to fac i l i ta te  the attainm ent of organizational goals and 
ob jectives. Corporate training and staff development in education were 
recognized as necessary with trends in both areas reflecting concern for 
improved training programs.
The tw enty-five elements reported are displayed on the Comparison Chart, 
MBO Models. Elements were dec lared  present or absent in each MBO model sur­
veyed with elements represented in six models declared  common, and, therefore, 
became part of the consensus MBO model.
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The consensus MBO model, Figure 5 , was developed from the operational 
model whose elements are  listed in the comparison chart p receding. N ine of the 
tw enty-five  elements appeared in all ten MBO models surveyed in this study.
These nine common elements formed the major part of the consensus MBO model 
and were listed as follows:
1. Goals of organization
2 .  O bjectives  for subunits
3 .  Measures of performance
4 .  Target dates
5 . Superiors/subordinates agree
6 .  Interim evaluation
7 .  Cumulative evaluation
8 .  Personnel performance appraisal
9 . Recycle
The other three common elements included in the MBO consensus model
were:
1. Needs assessment (appeared in 6 models)
2 . Action plan (appeared in 8 models)
3 .  Management training (appeared in 6 models)
Although some elements were not specifically  identified as common 
elements, they were subsumed within an identified common elem ent. As examples 
of this occurrence, trends were included in needs assessment. Job functions, 
revision of organization structure, personnel advancem ent, and com pensation/
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career planning were included in personnel performance appraisal or management 
train ing. A lternative action  plans, validation of objectives, w eigh t/p rio rit ize  
objectives were part of the process when superiors/subordinates ag ree .  A moni­
toring system was inherent in interim or cumulative eva lua tion .
The Clark County School District's Management and Accountability 
System for Secondary Schools was ana lyzed  and a  graphic model was developed 
(Figure 6). This model was compared to the consensus MBO model to determine 
agreement between MBO models and the Clark County School District model.
Results of the comparison, Figure 7 ,  reveal total agreem ent between the 
consensus MBO model and the Clark County School District's Management and 
Accountability  System for Secondary Schools. This model, therefore, was com­
patible to representative MBO models from business and educa tion .
Figure 5 .  Consensus MBO Model
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Needs Assessment
Interim Evaluation
Recycle
O rgan iza tional Goals
Personnel Performance 
Appraisal
Cumulative Evaluation
M anagem ent Training 
and
Staff Development
Superiors/Subordinates Agree
Measures of Performance
Target Dates
A ction Plan
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Figure 6. Clark County School District 
Management Accountability System for Secondary Schools
Recycle
School Identified 
Objectives
Staff Development 
. Administrators 
. Teachers
Division 
Priority O bjectives 
(Areas of Emphasis)
Elements of Q uality for Secondary Schools
District-wide Educational Goals 
Board Policy 6120
Monitoring System 
. Performance Criteria 
Logs and Profile Charts 
. Primer
School Identified 
O bjective 
. Plan
. Measurement 
. Agreement
Needs Assessment 
. Testing 
. Opinionnaires 
. Northwest 
Accreditation
Personnel Evaluation 
. Administrators 
. Teachers 
. Counselors 
. Deans 
. Librarians 
. Consultants
Figure 7 .  Comparison Consensus MBO Model 
and
Clark County School District 
M anagem ent and A ccountab ili ty  System for Secondary Schools
Consensus MBO Model
CCSD
Secondary System Model Agreement
1. Needs Assessment
O rgan iza tion 's  Needs 
Assessment Conducted Yes
2 .  O rgan iza tional Goals
O rgan iza tional Goals 
Identified Yes
g O bjec tives  for 
Subunits
Specific  O b jectives  for 
Subunits Stated Yes
4 .  Action Plan
Action Plan for Achieving 
Results Formulated Yes
Measures of
5 .
Performance
Measures of Performance 
for G oals and O bjectives  
Stated
Yes
Superiors and
6 .
Subordinates Agree
Superiors and Subordinates 
Agree on O bjectives  and 
Measures of Performance
Yes
7 .  Target Dates Target Dates Selected Yes
8 .  Interim Evaluation Interim Evaluation Yes
9 .  Cumulative Evaluation Cumulative Evaluation Yes
10. Recycle Recycle Yes
Personne 1 
11. Performance 
Appraisal
Personnel Performance 
Appraisal Based On 
O bjec tives  Conducted
Yes
12. M anagem ent Training 
and Staff Development
M anagement Training 
Program Planned Yes
CHAPTER 5
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
INTRODUCTION
Chapter 5 presents a  summary of the purpose and findings, the procedures 
u ti l ized  to co llec t and analyze  the d a ta ,  and conclusions derived from this research. 
Recommendations are submitted with the purpose of improving the Clark County 
School District's Management and A ccountability  System for Secondary Schools 
as a v iable  Management by O bjectives  process.
AN OVERVIEW OF THE STUDY
Management by objectives was used widely in educational institutions 
where accountability  for results was required in response to ever increasing 
pressures from the general pub lic .  The purpose of this study was to develop 
graphic MBO models for existing management and accountability  systems in the 
Elementary and Secondary Divisions of the Clark County School District. In 
add ition , selected MBO models were analyzed to develop a consensus MBO 
model from business and education which could be used to validate  any MBO 
accountab ili ty  system, or specifically  in this study, the Clark County School 
District's Management and A ccountability  System for Secondary Schools. The 
crit ica l questions pertaining to this study follows:
What agreement existed between MBO models and the Clark County
School District's Management and Accountability  System for Secondary Schools?
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In addition, the following specific questions were addressed:
1. What are the theoretical bases for MBO?
2 . Which MBO models can be identified that have app licab ili ty  for
a system of educational a c c o u n tab i l i ty ?
3 . What common elements in business and education MBO models can 
be identified to serve as a basis for comparison?
4 .  How does a consensus MBO model agree  with the elements of the
Clark County School District's Management and Accountability  
System for Secondary Schools?
5 .  What implications for further study of the Clark County School 
District's Management and A ccountabili ty  System for Secondary 
Schools ex ists?
The design of this study called  for review of the literature for the purpose 
of establishing a background on educational accountab ility  and to define and 
address management by objectives as a management process in educational 
institutions. MBO models in business and education were identified in the li tera­
ture and used to form the basis of comparison for several models both theoretical 
and operational.  In add ition , the theoretical basis upon which MBO was derived 
was examined.
This research was a  descriptive survey. Content analysis was used to 
translate and interpret common elements from ten business and education MBO 
models into common terms for the purpose of creating an operational model which 
was used to determine common elements for a consensus MBO model. A graphic
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model of the Clark County School District's Management and A ccountability  
System for Elementary Schools was developed and became one of the models 
u ti lized in this study for1 comparison purposes. A comparison was used to identify 
the elements for the consensus MBO model. After the consensus MBO model was 
developed, the Clark County School District's Management and Accountability  
System for Secondary Schools was analyzed  and a graphic MBO model was designed. 
These two models were examined and compared to determine agreement between 
the two. The review of the literature and the findings in the comparisons formed 
the basis for the conclusions in this study.
A series of recommendations is also offered in this chapter to strengthen 
and improve the Clark County School District's Management and Accountability 
System for Secondary Schools.
SUMMARY OF FINDINGS
Research findings and answers to questions posed in this study were deter­
mined by a review of the literature or content analysis of business and education 
MBO models compiled in appropriate comparisons. The review of the literature 
provided the following summary data:
1. Public education was under intense pressure from taxpayers and 
parents to provide accountab ili ty  for results which were 
characterized  as poor and inappropriate in comparison to the tax  
dollars spent to support educational institutions.
2 .  Faced with a demand for educational accoun tab ili ty ,  educational 
en tities  in increasing numbers adopted a management by objectives
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management style in order to communicate educational goals and 
results to the public while improving the internal management 
process of the institution.
3 . The continued success of MBO in the business world demonstrated 
to educators the high possibility for success with this manage­
ment concept.
4 .  MBO as a management process was based on the system's approach 
and findings in behavioral science which stressed the necessity 
for nurturing human resources in order to ge t  the fob done 
functionally and eff ic ien tly .
5 .  Although limitations for using MBO as a management process 
existed , the advantages were abundant and especially  useful 
to an educational institution.
6 .  Numerous business and education models existed in the literature 
from which comparisons and consensus could be derived.
The comparisons provided the following summary data:
1 . Twenty-five elements were identified from among ten business
and education MBO models and formed the operational MBO 
model.
2 .  N ine elements were common to all MBO models surveyed and 
formed the basis for the resultant consensus MBO model.
3 .  Different authors used a variety of terms to de linea te  specific 
elements in their respective MBO models but further clarified
their in tent and purpose for each e lem ent in the narra tive .
4 .  O diorne 's  MBO model, originally  published in 1965, was modi­
fied by several authors, however, the major part of his work was 
represented in a ll  MBO models surveyed.
5 .  A consensus MBO model containing twelve elements was developed 
from among the ten business and education models analyzed  in this 
study.
6 .  All elements in the Clark County School District's Management 
and A ccountability  System for Secondary Schools were included 
in the consensus MBO model developed in this study.
CONCLUSIONS
Conclusions reached in this study resulted from a  review of the literature 
and the compilation of comparisons u tiliz ing business and education MBO models. 
The following conclusions were reached:
1. A management process based on the principles of management by 
objectives derived from the business world was a suitable means 
for managing schools and communicating results to the public .
2 .  The importance of people to an organization was judged as 
c r i t ic a l .  MBO provided a means to deal effectively  with people 
on a professional and productive basis while accomplishing the 
goals and objectives of the organ ization .
3 . Each e lem ent of the Clark County School District's Management
and Accountability  System for Secondary Schools was in agree­
ment with the consensus MBO model developed in this study. 
Therefore, the Clark County School District's Secondary model 
was verified as a legitimate MBO model. Elements common to 
ten different business and education MBO models were part of the 
Clark County School District Secondary Division management pro­
cess and compatible with management processes used in business 
as well as educational institutions or other organizations 
incorporating MBO.
The Clark County School District's Management and Accountability  
System for Secondary Schools was developed and is consistent with 
the theoretical framework upon which the MBO management pro­
cess was derived . M anagement strategies consistent with the 
system's approach and u tiliza tion  of human resources compatible 
with the theories in modern motivational research were present in 
the Clark County School District's Secondary model studied.
The resultant consensus MBO model developed in this study should 
be considered by school districts seeking to incorporate an MBO 
management process or by other divisions in the Clark County 
School District, Las Vegas, N evada , planning to implement an 
MBO approach to management.
RECOMMENDATIONS
School district's or other en tities  should develop an MBO management pro­
cess based on the organization 's  policies and regulations instead of allow­
ing different divisions or subunits within an organization to develop 
separate and d istinct management models.
School districts or other en tities  should examine the theoretical bases for 
an MBO management process carefully and determine its participatory 
management style as accep tab le  before adopting and implementing any 
MBO management model.
Secondary principals in the Clark County School District, Las Vegas, 
N ev ad a ,  should be surveyed to determine their agreement with the 
theoretical principles and assumptions upon which an MBO system is based. 
Results of this study should be used to develop a staff development program. 
Management by objectives in the Clark County School District, Las Vegas, 
N ev ad a ,  secondary schools should be extended to include the classroom 
teacher .  Appropriate staff development and priority objectives should be 
required. The consensus model and the M anagement and Accountability  
System for Secondary Schools model should be presented as part of the 
o rien ta tion .
A single MBO model should be adopted by the Clark County School 
District, Las Vegas, N evada ,  and implemented d is tr ic t-w id e . A complete 
staff development program for teachers, line administrators, central office 
personnel, and board of trustees members is recommended. As the MBO
program becomes operational,  a strong public relations effort should be 
instituted to acqua in t the public with the goals and objectives of the 
Clark County School District and the degree of success in a tta in ing those 
goals and objectives.
Investigations and evaluations should be conducted to determine the 
effectiveness of an MBO management process d irectly  on students and 
the instructional program.
The consensus MBO model developed in this study should be used to va l i­
date  management and accountability  systems in school districts or other 
institutions requiring results-oriented management systems.
Further research is recommended on the various categories of objectives 
espoused by various MBO systems. C larifica tion and definition of objec­
tive categories would be useful in desigining specific MBO accountability  
systems and staff development programs.
SELECTED BIBLIOGRAPHY
Albrecht, Karl, Successful M anagement by O b jec tives .  Englewood Cliffs, 
New Jersey , P ren tice-H all ,  1978.
Bell, T. H. MBO: An Administrative Vehicle To The Ends and Means O f 
A ccountabili ty , N .  C en. Assn. Q .  48:355-9 , Spring, 1974.
Bernabei, Raymond and Sam Leles, "O bjec tive  Management P rinc ip les ,11 
Leadership Development Training Program in Education. Lern 
Associates, 1972.
Bortner, D. M . "Coping With Demands for Instructional A ccoun tab ili ty ,"  
NASSP Bulletin, 63:33-42, May, 1979.
Boston, R. E. "Management by O bjectives: A Management System for 
E ducation ,"  Educational Tech, 12:49-51, May, 1972.
Boston, R. E. and M. B. G rove, "Practical Results— O riented  M anage­
ment System for Schools Administrators," NASSP Bulletin 62:9- 
15, January , 1978.
Boston, Robert E. and David A . Spencer, Management by O b jec tives ,  
Chicago, Paul S. Amsdon and A ssoc.,  1973.
Burke, Robert L. "Improving Instruction With Management By O bjectives 
and C lin ical Supervision," Contemporary Education, 49:1,
Fall, 1977.
Carroll, Stephen J .  and Henry L. Tosi, Management By O bjec tives ,  
Applications and Research, New York, Macmillan C o . ,  1973.
Conable, David, "A Position Paper on A ccountability , " Accountability  
1976, Educational Digest, November, 1976.
Demont, Roger and Billie Demont, "A Personal Commitment to Pro­
fessional A cco u n ta b i l i ty ," NASSP Bulletin, September, 1976.
Drago, Christie J .  "Will A ccountability  of Schools Solve Society 's 
Ills?"  NASSP Bulletin, 62 :1 -4 ,  O ctober ,  1978.
Drucker, Peter F. The Practice of M anagement, New York, Harper and 
Row, 1954.
Drucker, Peter F. Management: Tasks/ Responsibilities, P ractice . New 
York, Harper and Row, 1973.
G ay , Frank and M argaret Burns. "Does Management by O bjectives Work 
in Education?" Educational Leadership, M arch, 1979.
G orth, W . P. "Systematic, Cooperative E va lua tion ," Education, 97: 
73 -80 .
G uilano , Joseph and Carmela Sapone, "Management By O bjectives:
Promise and Problems," Educational Technology, August, 1977, 
p . 38.
Harvey, James, M -B -O . Advanced Institutional Development Program. 
McManis A ssoc.,  Washington, D. C . ,  1976.
"Help! Teacher C an 't  T each! " Time, 115:24, June 16, 1980.
Herman, Jerry J .  School Administrators Accountability M anual, Parker 
Publishing C o . ,  West N yack ,  New York, 1979.
Hersey, Paul and Kenneth Blanchard, Management of O rganizational 
Behavior, Utilizing Human Resources, Englewood Cliffs, New 
Jersey , Prentice-Hal I, 1972.
_________ , Management of O rgan iza tional Behavior, Prentice Hall,
Englewood Cliffs, New Jersey , 1977.
Hitt, W. D. "Model for Humanistic Educational Management: Manage­
ment By O b je c t iv e ."  NASSP Bulletin, 63 :7-15 , M ay, 1979.
Hostrop, R. W . ,  J .  A. M echlenburger, and J .  A . Wilson (Editors),
A ccountability  For Educational Results, Linnet Books, Hamden, 
C onnecticu t,  1973.
Hostrop, Richard, Managing Education for Results, Homewood, Illinois, 
ETC Publications, 1975.
Howard, E. R. "Can A ccountability  Improve Secondary Education?" 
Educational Leadership, 33 :595-7 , May, 1976.
Hoy, Wayne K. and Cecil G .  M iskel, Educational Administration:
Theory, Research and Pract ic e ,  Random House, New York, 1978.
Humble, John W. How To Manage By O bjec tives ,  New York, AMACOM, 
1973.
Jong , S. J .  "Management By O bjectives in The Public S ec to r ,"  Public 
Administration Review, January-February , 1976.
Kehres, R. J .  "Model For Accountability: Education's Double-Edged 
Sword," A ccountability , 1973, Clearing House, 51:449-53, 
M ay, 1978^
Knezevich, S. J .  MBO: Its Meaning and A pplication To Educational 
Administration Education, 93 :12-21, September, 1972.
________  , "Management By O bjectives And Results—A Guidebook for
Today's School Executive, " American Association of School 
Administrators. Arlington, Virginia, 1974.
_________ , Administration of Public Education, New York, Harper and
Row, 1975.
Kramer, Fred C . Contemporary Approaches To Public Budgeting, 
Winthrop Publishers, Cambridge, Massachusetts, 1979.
Landers, Thomas J .  and Judith G .  Myers, Essentials of School M anage­
ment^ W. B. Saunders C o . ,  Philadelphia, 1977.
Lessinger, Leon M. Every Kid A Winner, Simon and Schuster, New York 
1970.
Levin M . "Accountability: A Search For A Solution, " A ccountability , 
1979, Clearing House, 52:257-62, February, 1979.
Levinson, Harry, "Management By Whose O b jec t iv e s?"  Harvard 
Business Review, July-A ugust, 1970.
Lewis, James L. School M anagement By O bjec tives ,  N ew  York, Parker 
Publishing C o . ,  1974.
M ali ,  Paul, How To Manage By O bjec tives ,  A Short Course For 
M anagers, New York, John Wiley Sons, 1975.
, Managing By O bjec tives ,  New York, John Wiley and Sons, 
T97T.
Maslam, M . "MBO: O ne District's Success Story, " American School 
and University, 51:34, M ay, 1979.
"Management and Accountability  Systems Handbook for Elementary Schools 
Clark County School District, Las Vegas, N evada 1980.
"Management and A ccountability  System for Secondary S choo ls ,11 
Clark County School District, Las Vegas, N evada ,  1980.
Maslow, A . H. M otivation and Personality, New York, Harper and Row, 
1954.
M cConkey, Dale D. "How To Manage For Results," AMACOM,
American Management Associations, 1976.
M cG regor, Douglas, The Human Side of Enterprise, New York, M CGraw- 
Hill Book C o . ,  I960 .
"N ew sfron t," Phi Delta Kappan, 61:2, O c to b e r ,  1979.
O diorne, George S. M anagement By O bjectives: A System of Managerial 
Leadership, New York, Pittman Publishing C o rp . ,  1965.
_________ , MBO II, Fearon Pittman Publishers, Belmont, California , 1979.
Olsson, David E. M anagement By O b jec tives ,  Palo A lto , Pacific Books, 
1968.
Raia, Anthony P. Managing By O bjec tives ,  Scott ,  Foresman C o . ,  
G lenview , Illinois, 1974.
Read, Edwin A . "Accountability  and Management By O b jec t iv es ,"
NASSP Bulletin, 58 :1 -10 , March, 1974.
Redwine, J .  A . "Implications of Systems Theory for Instructional 
Leadership," NASSP Bulletin, 62 :25-28 , January , 1978.
Shager, Rodney W. and Carl Weinburg, Fundamentals of Educational 
Research, G lenview , Illinois, Scott Foresman and C o . , 1971.
Snider, R. C . "Should Teachers Say No To M B O ?" Today's Education, 
65 :44-6 , M arch, 1976.
Spillane , Robert R. and Dorothy Levenson, "Management By O bjectives 
In The S chool,"  Fastback 115, Phi Delta Kappan Educational 
Foundation, Bloomington, Indiana, 1978.
Swainston, Theron, "The Suitability  of a Management By Objectives 
Model for Elementary School Adm inistration,"  Unpublished 
Doctoral Dissertation, University of Southern California , 1975.
8 0
59. Terry, George R. Principles of M anagem ent, Richard D. Irwin, In c . ,
Homewood, Illinois, 1972.
60 . Trump, Lloyd J .  and Delmar F. M iller,  Secondary School Curriculum
Improvement, Allyn and Bacon, In c . ,  Boston, 1979.
61 . Varney, Glenn H. Management By O b jec tives ,  Chicago, Dartnell
Corporation, 1971.
62 . Wellington, James K. "American Education: Its Failure and Its F u tu re ,11
Phi Delta Kappan, March, 1977, p .  527.
63 . "What Do You Know About Management By O b jec t iv es? "  ERIC Report,
NASSP Bulletin, 60:112-14, September, 1976.
APPENDICES
H
um
bl
e 
MB
O 
M
od
el
 
(2
8,
 
19
73
, 
p.
 
34
)
a. o>
o>
2  Q
\
In
di
vi
du
al
 
M
an
ag
er
's
 
Ke
y 
Re
su
lts
 
an
d 
Im
pr
ov
em
en
t 
Pl
an
83
*uco
inQ.
£
COfc.
.2.'u
a>-n
co
X
O
zLUO.a .<
v
ocn
o
<§
O'
CMin
£c0)
E
ULJ
c
4)
3UJ
0)JC
inc_a
CL
O
‘ o jo
■a0)>
szo
4)
_QO
Co
■oc
o
a
•£fcoo>
m V 
>
u
-= o .2.o0O)
0)O)c
s1o>c_o
£_o
3
E
<u
>o
o0>Q.in
CL
JO
4)
>
4)a
—  CM
-OO
c
4)
E
i~o
CL
4)*o
-OO
CO
m
4)>
O
.2.lao
_oo
o3*o
d)
CO
o>c
4)
C O
1
o
c_o
Q.
co
oo
4)
O
3
E
»o
d>c
cco
co“SC
o<
co
Xuo
4)>
o
431_k.ou
4>
o-4—
*oco■4—c
43
Ej j
Q.
E
co
U
JL
4)
CO
4>>SCo
.2.loo
o
o
03o
*
#4>
>
4)
Ct£
>
O_c
43
JO
4)Wu.
vSC
*a3
8*1 
5 2E Jc
®  .2 
o
—  >  
o Vik- O
Si E
O  C
43 «  
in -C
O D)i- r-g. 5Q. L- 
<  «
c
43
Ea._o
4)
>
43*o
JL
43
03_C
"Eco
~X3co
03c
co
03
5 o a.c o
a  M E
W I/I Qa> c  u
g> Q . 43
C E 2o o a
§  U  U
O -O  C3
3 1D A D 3i)
A
PP
EN
D
IX
 
C
 
M
al
i 
MB
O 
M
od
el
 
(4
0,
 
19
75
, 
p.
 
11
)
«n
I
I
8 J5
n
X
i
N
I
*I  J !  if f
APPENDIX D 
Albrechf MBO Model *
Albrecht discussed the MBO process by referring to an organizational 
s trategy. He defines the following "basic steps" as required of management:
(1, 1978, p .  108)
1. Evaluate the current sta te  of the organization 's  environmental 
m a tch .
2 .  Study the organization 's  environment and d e tec t  important trends 
and change processes.
3 .  Specify the nature of the environmental match they want the 
organization to have in the future and the s trategic  o rganiza­
tional "thrust" necessary to bring it about.
4 .  Set goals which spell out the desired end conditions for a 
se lec ted  point (or points) in tim e.
5 .  Decide what actions and organizational changes are necessary 
to  ach ieve  the new goals and make a strategic plan for 
ach iev ing  them.
O ther  elements were suggested throughout the narrative in his "action 
m anua l."  Included were agreement of superiors and subordinates, motivation, 
eva lua tion , personnel appraisa l,  career p lanning , recycling , and management 
train ing . These elements u ti lized  in the operational MBO model were identified 
by interpreting A lbrecht 's  intent regarding his view of management by ob jectives.
* In addition to the five steps listed, o ther elements were included from the 
general tex t of A lbrecht 's  Successful M anagem ent By O b jec tives ,  An Action 
M anual, 1978. A graphic model was not included in the book.
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APPENDIX E 
Bernabei MBO Model *
Bernabel describes the MBO cycle in an eleven  (11) step process as 
follows: (3, 1972, p .  7)
Describe your job function(s)STEP ONE 
STEP TWO
STEP THREE
STEP FOUR
STEP FIVE
STEP SIX
STEP SEVEN
STEP EIGHT 
STEP NINE
STEP TEN 
STEP ELEVEN
List the responsibilities charac teris tic  of each  
function
Identify the Goal to reach: Learner, Program, 
Staff, Board/Community
State  the objectives in performance terms for each  
responsibility
Determine the w eight and priority for each 
ob jec tive
Identify and list the tasks or events necessary to 
ach iev e  each  ob jective
A llocate  resources needed for achieving each  
ob jec tive
Determine the cost in doing each  task or even t
Conduct a  monitoring and aud it  system for de te r­
mining the achievem ent of each  objective
Apply an appraisal system for each  objective
Discuss the accomplishment of each  objective; 
reasons for not achiev ing  the objective; and 
establishing new objectives or revising the old 
ob jec tives .
* In addition to the eleven  steps listed, other elements were included derived from 
the general tex t of Bernabei's, O b jec tives  M anagement Principles, 1972. A graphic 
model was not included in the book.
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APPENDIX G
MANAGEMENT AND ACCOUNTABILITY SYSTEM 
FOR ELEMENTARY SCHOOLS 
CLARK COUNTY SCHOOL DISTRICT, LAS VEGAS, NEVADA
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The purpose of the study was to examine selected business and education 
management by objectives (MBO) models and identify the common elem ents. These 
elements resulted in a consensus MBO model which was compared to determine 
agreement with the Clark County School District's Management and Accountability  
System for Secondary Schools. Educational accoun tab ili ty ,  the theoretical bases 
for MBO and MBO models in business and education  were treated  in the review 
of the li te ra tu re .  Graphic models developed in the study included the Clark 
County School District's Management and A ccountability  System for Secondary 
Schools and a consensus MBO model.
A management process based on the principles of management by objectives 
derived from the business world was reported as a suitable means for managing 
schools and communicating results to the public .  The importance of people to 
an organization was judged as c r i t ic a l .  MBO provided a means to deal effectively  
with people on a  professional and productive basis while accomplishing the goals 
and objectives of the organization .
